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 Work engagement is a major concern for human resource management at XYZ Hospital 
Tangerang to improve the performance of the nursing profession. This study aims to 
study the effect of perceived organizational support and organizational justice on work 
engagement with intermediary factors of organizational trust. Quantitative associative 
research was conducted on 96 nurses in the hospital. XYZ Tangerang in March 2021, 
with primary data obtained by survey. The research instruments used are the Utrecht 
Work Engagement Scale (UWES), The Survey of Perceived Organizational Support 
(SPOS), Measures of Trust, Trustworthiness, and Performance Appraisal Perceptions, 
and Organizational Justice Survey. The data analysis method used is Path Analysis. The 
results of this study found that there was a significant positive effect of perceived 
organizational support on work engagement through organizational trust as an 
intermediary factor and a significant positive effect of organizational justice on work 
engagement through organizational trust as an intermediary factor, as well as a 
positive influence of organizational trust on work engagement. It was also found that 
the positive effect of perceived organizational support and organizational justice on 
organizational trust was found. Thus, increasing organizational trust, perceived 
organizational support, and organizational justice will increase nursing work 
engagement. 
 
Work engagement menjadi perhatian utama bagi manajemen sumber daya manusia RS 
XYZ di Tangerang dalam rangka meningkatkan kinerja profesi keperawatan. Penelitian 
ini bertujuan untuk mempelajari pengaruh perceived organizational support dan 
keadilan organisasi terhadap work engagement dengan faktor perantara kepercayaan 
organisasional. Penelitian kuantitatif asosiatif ini dilakukan terhadap 96 perawat di 
RS.XYZ Tangerang pada Maret 2021 dengan data primer yang diperoleh dengan cara 
survey. Instrumen penelitian yang digunakan adalah Utrecht Work Engagement Scale 
(UWES), The Survey of Perceived Organizational Support (SPOS), Measures of Trust, 
Trustworthiness, and Performance Appraisal Perceptions, dan Organizational Justice 
Survey. Metode analisis data yang digunakan adalah Path Analysis. Hasil penelitian ini 
menemukan bahwa terdapat pengaruh positif signifikan perceived organizational 
support terhadap work engagement melalui kepercayaan organisasional sebagai faktor 
perantara dan pengaruh positif signifikan keadilan organisasi terhadap work 
engagement melalui kepercayaan organisasional sebagai faktor perantara, serta 
pengaruh positif kepercayaan organisasional terhadap work engagement.  Ditemukan 
juga pengaruh positif perceived organizational support dan keadilan organisasi 
terhadap kepercayaan organisasional. Sehingga meningkatkan kepercayaan 
organisasional, perceived organizational support, dan keadilan organisasi akan 
meningkatkan work engagement keperawatan. 
 
 
Article History: Received 2021-09-12; Revised 2021-11-24; Accepted 2021-11-30. 
 
INTRODUCTION 
Nursing is one of the essential hospital human resource assets. The quality of nursing 
care provided by nurses will affect the quality of hospital services as well as affect the 
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satisfaction of patients. This is because nurses are the profession that has had the longest 
contact with patients and almost all types of services in the hospital, use nurses. 
The challenges that arise in the management of hospital human resources (HRM) today 
are how to maximize the performance of employees and retain quality employees. This also 
occurs in the nursing department, as the number of personnel is at the most and essential in 
the hospital.  
From the results of the preliminary interview between the researcher and the Head of 
the HR Division of The Hospital, the cause of the decline in the quality of nursing services is 
suspected to be due to a lack of dedication from the nursing staff to their work, which causes 
nurses to do their assigned tasks improperly and not give their maximum performance. 
Nursing personnel seems to lack ties with both work and company. This can be seen from the 
performance assessment of the nursing staff, who on average are only at a sufficient level, and 
the increasing turnover rate of the nursing profession in 2019. 
The results of the analysis carried out by the HR Division, found various factors causing 
the lack of ties between nurses and their jobs, namely nurses feeling a lack of attention and 
support from the company in their work, the nursing profession also felt that hospital 
management was more in favor of doctors than nurses, besides that they felt management is 
not fair in providing salaries and facilities. The HR Division itself has never taken 
measurements regarding the engagement of its employees, both nurses, and non-nurses. 
We conducted a preliminary survey of 42 nurses in hospitals on 13-16 September 2020. 
The results of the survey found that 54% of respondents indicated a lack of work engagement 
of varying degrees in the last 6 months. The most common reasons for low work engagement 
are lack of attention from the company (45%) and unfair salaries and benefits (43%). Based 
on this survey, it can be concluded that the main reasons for the lack of engagement are the 
lack of organizational support and perceived fairness. In addition, the factor of trust that the 
company pays attention to is also the reason for the low engagement of nurses. 
The problem of low nurse engagement must be addressed appropriately by hospital 
management to avoid losses. The factors identified that can increase work engagement include 
perceived organizational support, organizational justice, and organizational trust. 
Perceived Organizational Support (POS) is the employee's perception of how high the 
organization's attention is to them and the respect for their contribution and level of welfare. 
Perceived Organizational Support will positively increase work engagement, organizational 
commitment, job satisfaction, fairness, and performance of employees; and will support the 
organization in achieving the desired goals (DeConinck, 2010; Rhoades et al., 2001). 
Organizational justice is a feeling that is felt by employees regarding the fairness of the 
organization. Organizational fairness is the degree to which employees feel that they are treated 
fairly in the workplace (Scholl et al., 1987). From the research, it was found that employees' 
perceptions regarding fairness and fulfilments of promised expectations affect the level of 
engagement through trust. 
Trust is defined as the willingness of a party to follow the actions of the other party 
based on the expectation that the other party will take important actions that are appropriate 
for the believer, without the need to supervise the party (Schoorman et al., 2007). Trust is an 
important factor that causes employees to become more engaged in their company. 
The results of the initial literature search show that there are not many studies studying 
the effect of perceived organizational support and organizational justice on work engagement, 
especially in the nursing profession and in Indonesia. Therefore, the researcher attempted to 
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study the effect of perceived organizational support and organizational justice on work 
engagement with the intermediary factor of organizational trust. 
RESEARCH METHOD  
Overview 
This study is quantitative associative research. The dependent variable (Y) is Work 
Engagement (WE) with Perceived Organizational Support (OS) and Organizational Justice 
(OJ) as the independent variable (X) and Organizational Trust (OJ) as the mediating variable 
(M). The conceptual framework is illustrated in Figure 1 
 
Our hypotheses were as follows: 
H1: Perceived Organizational Support and organizational justice have a significant 
effect on work engagement through trust as a mediator. 
H2: Perceived Organizational Support has a significant effect on work engagement. 
H3: Organizational justice has a significant effect on work engagement. 
H4:  Trust has a significant effect on work engagement. 
H5:  Perceived Organizational Support has a significant effect on trust. 
H6: Organizational justice has a significant effect on trust. 
 
Subjects and Instruments 
The subjects of this study were all nurses who had worked for at least 6 months in the 
health service department (total sampling) at a private hospital in Tangerang, Indonesia. The 
number of samples was 96 subjects. The data used are primary data obtained by distributing 
electronic questionnaires containing standard instruments in March 2021. All questionnaires 
were translated into Indonesian and used a 4-point Likert scale (from strongly disagree to 
strongly agree) for their measurements. 
Work Engagement is the behavior of vigor, involvement, satisfaction, and enthusiasm 
in work as measured using an instrument adapted from the Utrecht Work Engagement Scale-
9 (UWES-9) which contains 9 statements that include an evaluation of the three dimensions 
of work engagement, namely vigor. (WE_1), dedication (WE_2), and absorption (WE_3) 
(Schaufeli et al., 2006; Tabak & Hendy, 2016; Takawira et al., 2014; Yalabik et al., 2017). 
Perceived Organizational Support is the perception and belief about the extent to which 
the organization values contributions and cares for the welfare of employees, which is 
measured using an instrument adapted from The Survey of Perceived Organizational Survey-
8 (SPOS-8) which contains 8 statements that include an evaluation of 3 dimensions. perceived 
Figure 1. Conceptual Framework 
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organizational support, namely equity support (OS_1), supervisor support (OS_2), and 
organizational rewards (OS_3) (Eisenberger et al., 1997; Singh & Malhotra, 2015; Tabak & 
Hendy, 2016). 
Organizational Justice is an employee's perception of the fairness provided by the 
organization both in terms of results and work procedures, which is measured using an 
instrument adapted from the Organizational Justice Survey by Colquitt (2001) which contains 
20 statements that include an evaluation of 4 dimensions of organizational justice, namely 
distributive justice. (OJ_1), procedural justice (OJ_2), interpersonal justice (OJ_3), and 
informational justice (OJ_4) (Colquitt et al., 2001). 
Organizational trust is a positive expectation of commitment from both employees and 
organizations that provide mutual benefits, evaluated using an instrument adapted in part 
from the Measures of Trust, Trustworthiness, and Performance Appraisal Perceptions 
developed by Mayer and Davis (1999), which contains 21 statements that include 3 
dimensions of organizational trust, namely ability (OT_1), benevolence (OT_2), and integrity 
(OT_3) (Dietz & Den Hartog, 2006). 
The use of all instruments has received permission from the respective authors, except 




Analysis of the validity of the instrument uses the Pearson correlation method, which 
measures the correlation coefficient between each indicator and the total variable value. If the 
correlation is found to be significant (p-value is less than 0.05) with a value of r > 0.300, it 
means that the indicator measures the total value of the variable it can be said to be valid 
(Garson, 2013), but in this study, the researcher will use a higher limit value according to a 
good loading limit according to Hair et al (Hair et al., 2019), namely r > 0.500. For descriptive 
analysis using the three-box method (Augusty, 2006). The IBM® SPSS® version 21 software 
was used to perform all of the analyzes mentioned above. 
In this study, the analysis technique of hypothesis testing used path analysis, using the 
IBM® SPSS® Amos version 21 software. The compilers of the analyzed models were based 
on a conceptual framework (Figure 1). Each variable will be translated into its respective 
dimensions, which are calculated by averaging the related indicators that pass the validity and 
reliability tests. The normality test is based on the value of kurtosis, dimensions with kurtosis 
below the value of 7 can be declared normal in univariate and multivariate normality can be 
seen from the value of C.R. kurtosis < 5.0 (Byrne, 2010). Furthermore, outlier analysis was 
performed using the Mahalanobis d2 standard criteria. After undergoing the normality and 
outlier tests, then entered the construct validity test with a loading factor threshold > 0.5 (Hair 
et al., 2019). The model will then be tested for suitability of the model through the Goodness 
of Fit Test (GOF). In this test, the Chi-square parameter and its significance (p) were evaluated, 
the CMIN / df ratio, RMSEA, GFI, AGFI, NFI, IFI, TLI, and CFI (Byrne, 2010; Hair et al., 
2019). The model that is not fit in the GOF test is then refined with Modification Indices to 
obtain a more suitable model, the model will then undergo the GOF test again. In evaluating 
the indirect effect, this study will use the Sobel test. 
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RESULT AND DISCUSSION 
Demographic Data 
The number of responses received was 95 responses, obtained between March 25–April 2, 
2021. Based on the responses obtained, demographic information was obtained which can be 
seen in table 1. 
Table 1. Demographic Information 
 
Frequency 
(N = 95) 
% 
Gender   
Male 8 8.4% 
Female 87 91.6% 
Age   
<30 years 50 52.6% 
30-35 years 14 14.7% 
35-40 years 8 8.4% 
40-45 years 10 10.5% 
>45 years 13 13.7% 
Length of Service   
6 months-1 years 16 16.8% 
1-3 years 21 22.1% 
3-5 years 14 14.7% 
5-10 years 40 42.1% 
>10 years 4 4.2% 
Department   
Intensive care 3 3.2% 
Emergency 11 11.6% 
Operating Theatre 4 4.2% 
Inpatient 42 44.2% 
Outpatient 24 25.3% 
Obstetric 11 11.6% 
Education   
Associate Degree 73 76.8% 
Bachelor Degree 18 18.9% 
Professional Degree 4 4.2% 
 
Validity and Reliability 
In the validity and reliability test, all instruments showed reliable results (Cronbach's 
alpha > 0.7) but there were several invalid statements (Table 2). In the validity analysis, 2 
invalid indicators were found, possibly because: (1) invalid due to culture and population 
environment context, (2) imperfection instrument translation. 
So based on the validity and reliability test, it shows that the instruments used in this 
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Table 2. Validity and Reliability 
Variables Invalid Indicators Cronbach’s Alpha 
WE - 0.927 
OS - 0.936 
OJ - 0.953 
OT 18,21 0.979 
 
 
Descriptive Analysis (Three-Box Analysis) 
With a total sample size of 95, the lower limit of the three-box analysis is set at 23.75, 
while the upper limit is 95. Thus, the scores of 23.75–47.50 are categorized as low, 47.50–
71.25 in the moderate category, and 71.25–95.00 is in the high category. 
After analyzing all valid and reliable indicators, it was found that most of the dimensions 
were in the medium category index value except for the procedural justice dimension (OJ_4) 
in the organizational justice variable which was at a high index value (score 72), with two 
indicators in that dimension having high index value (an indicator of "work procedures based 
on accurate information" with an index value of 84.00 and the indicator "work procedures 
upholding ethical and moral standards" with an index value of 83.75). Meanwhile, although 
all dimensions in the work engagement variable are in the medium index value category, there 
is one indicator that has a high index value, namely: "I am very proud of my job" (WE_2_6). 
The results of the description of respondents' answers about attitudes in behavior are shown 
in the behavior matrix in Table 3. 
 
Table 3. Behavior Matrix of Three-Box Method Analysis 
No Variable 
Respondent's Response Position 




 *  
Feel the support  
2 Organizational Justice  *  Fair 
3 Organizational Trust  *  Trust and commitment  
4 Work engagement  *  Engaged 
 
Hypothesis Test 
In the univariate normality test, it was found that the dimension of distributive justice 
from the organizational justice variable (OJ_1) had a kurtosis value above 7, namely 12.803 so 
that it could not be included in the next analysis. Meanwhile, in the multivariate normality 
test, the critical ratio of kurtosis is 25,955, which means it is above the recommended 
threshold value. Even so, the analysis continues according to Byrne (2010), it's just that it will 
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Table 4. Standard Loading of Factors 
Var. Dimension Std.Load 
WE Vigor 0.911 
Dedication 0.851 
Absorption 0.888 
OS Justice Support 0.903 
Supervisor Support 0.926 
Organization Reward 0.866 
OJ Procedural Justice 0.843 
Interpersonal Justice 0.785 
Informational Justice 0.912 





In the outlier test using the Mahalanobis d2 method, all samples passed the test and 
could continue to the next stage. The construct validity test shows the results of all dimensions 
have a standard loading above 0.5 so that it is declared valid. Modification Indices are used to 
refine our research model which results in the final model, as shown in Figure 2. The 
Goodness of Fit (GOF) test shows that the model generally meets a good fit model as presented 
in Table 5. All evaluated GOF index results are within the recommended limits except for 
AGFI, which shows marginal fit. 
 
Table 5. Goodness of Fit Test Results 
Fit Indices Cutoff Result   
Chi-Square (2) - 62.713   
df - 47   
p > 0,050 0.062* 
CMIN/DF ≤ 3,000 1.334* 
RMSEA < 0,080 0.060* 
GFI > 0,900 0.907* 
AGFI > 0,900 0.846   
Figure 2. Final Model 
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Table 5. Goodness of Fit Test Results 
Fit Indices Cutoff Result   
NFI > 0,900 0.957* 
IFI > 0,900 0.989* 
TLI > 0,900 0.984* 
CFI > 0,900 0.989* 
* indicates good fit 
 
Table 6. Regression Results 
Effects Estimate (β) p   
Direct Effects 
OS → WE 0.047 0.763   
OJ → WE 0.183 0.560   
OT → WE 0.804 0.010* 
OS → OT 0.375 <0.001* 
OJ → OT 0.783 <0.001* 
Indirect Effects 
OS → OT → WE 0.301 0.031* 
OJ → OT → WE 0.629 0.021* 
* p < 0.05 
 
Table 7. Summary of Hypothesis Test 
 Effects Findings Conclusion 
H1 OS → OT→ WE s Accepted 
OJ →OT → WE s 
H2 OS → WE n.s. Rejected 
H3 OJ → WE n.s. Rejected 
H4 OT→ WE s Accepted 
H5 OS → OT s Accepted 
H6 OJ → OT s Accepted 
* s = significant; n.s. = not significant 
 
Then the regression results were evaluated (Table 6) using this final model and found that 
perceived organizational support and organizational justice have a positive indirect effect on 
work engagement (β = 0.301, p = 0.031 and β = 0.629, p = 0.021, respectively.), however, these 
two variables do not have a direct effect on work engagement. Perceived organizational support 
and organizational justice have a positive effect on organizational trust (β = 0.375, p <0.001 
and β = 0.783, p <0.001, respectively), with a total value of R2 of 0.935. Meanwhile, 
organizational trust has a direct positive effect on work engagement (β = 0.804, p = 0.010) 
with an R2 value of 0.870. From the findings obtained, the results of hypothesis testing are 
summarized in Table 7. 
 
Discussion 
In this study, there was no direct effect of perceived organizational support on work 
engagement which was statistically significant, although there was an indirect positive effect 
on perceived organizational support on work engagement with organizational trust as a 
mediating factor, with the most important dimension being supervisor support (standard 
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loading = 0.926) and followed by Justice support. This finding is in line with the research of 
Eisenberger et al. (1997) and Rhoades et al. (2001), wherein these two studies it was found 
that workers who feel treated fairly and benefit from their organization will be emotionally 
committed to their work and organization, become more loyal., and in return, they will 
increase engagement with the organization. This is also following the research conducted by 
Tabak & Hendy (2016), where the influence of perceived organizational support on work 
engagement is mediated by trust. Although several previous studies prove a direct influence 
between perceived organizational support on work engagement (Abed & Elewa, 2016; Caesens 
& Stinglhamber, 2014; Gupta et al., 2016; Köse, 2016), these studies do not include the trust 
factor as a mediator between perceived organizational support on work engagement. 
Based on descriptive analysis using the three-box method on the variable perceived 
organizational support, the average index value of 63.38 is in the medium category. The 
highest index value is found in the OS_2_3 indicator ("The organization always pays attention 
to complaints from me") in the Supervisor Support dimension, while the lowest index value is 
in the OS_3_8 indicator ("The organization pays attention to my job satisfaction in general at 
work") in the Organizational Reward dimension. These results indicate that hospital 
management needs to provide organizational support to nurses by providing rewards and 
appreciation following the nurse's performance. By taking this step, there will be a sense of 
confidence that the hospital will always appreciate the hard work of nurses so that in the end 
it will encourage nursing staff to increase engagement with their work and organization. This 
indicates that in the nursing profession at XYZ Hospital Tangerang, the organizational support 
factor does not directly affect their level of engagement. However, there are other factors such 
as trust factors, so the engagement of nursing will increase. 
Organizational justice in this study was also found to have no direct effect on work 
engagement statistically, but organizational justice has an indirect positive effect on work 
engagement with organizational trust as a mediating factor, with the most important 
dimension being Informational Justice (standard loading = 0.912), followed by Procedural 
Justice and Interpersonal Justice. This finding is in line with Agarwal's research (2014), where 
employees' perceptions of fairness and fulfillment of promised expectations affect the level of 
engagement through trust. The sense of fairness felt by employees will increase the level of 
trust in the organization or their superiors so that in the end it will indirectly increase the level 
of engagement of the employees. This is under the theory put forward by Saks (2006) which 
states that the concept of justice, psychological contract fulfillment, and trust have a positive 
effect on employee work engagement. 
Based on descriptive analysis with the three-box method, the average index is at a value 
of 70.04 which is categorized as moderate. The highest index value is found in the OJ_2_9 
indicator ("Is the work procedure based on accurate information?") From the Procedural 
Justice dimension, while the lowest index value is in the OJ_3_15 indicator ("Can superiors 
refrain from making inappropriate comments?") Of dimensions of Interpersonal Justice. 
Interpersonal relationships between staff and their superiors are very important in working 
relationships in the hospital. Because relationships that are deemed unfair will trigger 
dissatisfaction at work, distrust of superiors, discomfort at work, and ultimately increase the 
desire to leave work. So, it can be concluded, the perceived injustice will trigger a low sense of 
trust in superiors or management, and result in a lack of engagement with the organization. 
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Concerning work engagement, it appears that organizational justice (β = 0.183) is more 
important than perceived organizational support for subjects. The reason for this is thought 
because, for nurses, fair treatment of the organization is an important part of psychological 
safety. Nurses feel psychological security if they feel fairness in the distribution of rewards, 
consistency, and decision-making abilities of the leadership (Agarwal, 2014). This 
psychological security will lead to the emergence of trust in the organization which ultimately 
increases engagement with the organization. 
The results of statistical testing found that organizational trust has a positive and 
significant effect on work engagement. From the estimated value, the effect of organizational 
trust on work engagement is 0.804. This means that the trust variable affects work engagement 
by 80.4% and the remaining 19.6% is influenced by other variables outside of this study. The 
results of this study support various previous studies (Ahamed et al., 2013; Engelbrecht et al., 
2017; Ugwu et al., 2014) which found that there was a significant positive effect of 
organizational trust on work engagement. 
Organizational trust is a fundamental element in leadership, therefore leadership in 
organizations is closely related to trust. In leadership that represents the organization, trust 
plays a role in employee behavior, leaders can create a good organizational culture if they get 
employees’ trust. Trust in leaders has a positive relationship with various outcomes such as 
performance behaviors, and satisfaction. The greater the trust between the leader and his 
subordinates, the more accurate the exchange of information, the better understanding of 
performance goals, and the higher the quality of communication. The relationship between 
leaders and employees with respect, cooperation, commitment, work involvement, and 
reliability will make a trusting relationship between superiors and subordinates that will be 
well-established to foster a better work engagement. 
The results of this study also indicate that perceived organizational support has a positive 
effect on organizational trust (β = 0.692), following the results of previous studies (Dirks & 
Ferrin, 2002; Dulac et al., 2008; Rhoades & Eisenberger, 2002). According to Dirk and Ferrin 
(2002), there is a strong correlation between perceived organizational support and trust. 
Employees tend to trust their leaders if they believe their organization supports their efforts 
and rewards accordingly. Employees who feel that their organization or leader provides 
support for themselves will give confidence to the organization or its leader, they will feel safe 
to believe that the organization will provide the best for themselves. So, it can be concluded 
that perceived organizational support has a positive effect on trust. 
The results also show that organizational justice also has a significant positive effect on 
organizational trust. The results of this study support the research of Upasna A. Agarwal 
(2012) and James B. DeConinck (2010) who found that organizational justice has a significant 
effect on trust. Based on the estimated value of organizational justice, it affects 78.3% of 
organizational trust, while the remaining 22.7% is influenced by other variables. 
According to our findings, hospital management can improve work engagement by 
increasing organizational trust, especially in terms of competency and management ability in 
carrying out their responsibilities as hospital managers. The level of trust nurses had in 
management's competence to run the hospital was found to be high enough in the hospital 
subjects studied, resulting in nurses feeling secure at work. All rules and policies issued by 
management are followed and applied by nurses in the relevant hospital as a result of this trust 
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factor. Other factors, however, have been found that can reduce nurses' trust in the hospital, 
and it's become a concern at the subject hospital, particularly that nursing personnel believes 
there is a disparity in management treatment between doctors and nurses. Especially in terms 
of management-issued rewards and policies. The nurses feel that management preferred 
doctors to nurses. This should be given special consideration by the subject hospital 
management because it can lead to a decline in trust in management, which can affect the 
nurse's engagement. 
Other findings imply that increasing organizational fairness might help build 
organizational trust, which can result in increased work engagement. As stated in the previous 
findings, there is a problem with nurses' mistrust of management when it comes to fair 
treatment of nurses and doctors. Furthermore, there are issues in the subject hospital with 
interpersonal relationships between workers and superiors in terms of nursing managers. The 
underlying cause is most likely a lack of managerial ability among nursing managers, resulting 
in reduced in the relationships developed with nursing personnel. Finally, nurses' perceived 
organizational support can influence their work engagement, though not as much as the 
influence of organizational trust and justice. Increased organizational support for nurses in 
subject hospitals can be achieved by focusing on nurse satisfaction and being willing to listen 
to their complaints. 
In addition, in this study it can be proven that the Utrecht Work Engagement Scale-9, 
The Survey of Perceived Organizational Support-8, Organizational Justice Survey, and 
Measures of Trust, Trustworthiness, and Performance Appraisal Perceptions have good 
validity and reliability, so they can be used. for similar studies in the same or different 
populations but with a larger number of subjects and with further adjustment through special 
studies. 
Limitations in this study include the research subjects who are mostly young and with a 
work period that has not been long enough so that they have not shown a real work 
engagement, besides that there is no standard instrument translated into Indonesian and the 
validity has been proven in a study so that in this study this instrument used was re-translated 
and the validity test was not carried out with enough samples. 
 
CONCLUSION 
Perceived organizational support and organizational justice have a significant positive 
effect on work engagement with organizational trust as a mediating factor. Organizational trust 
has a positive effect on work engagement. Therefore, hospital management can increase 
organizational trust (especially regarding competence), organizational justice (especially 
regarding work procedures), and then perceived organizational support (especially regarding 
attention to complaints) to improve nursing work engagement. 
To increase the work engagement of nurses, hospital management needs to implement 
strategies that can increase perceived organizational support, organizational justice, and 
organizational trust. The main priority is to increase organizational trust, which is the factor 
with the greatest influence, by evaluating the equality of treatment given to nurses, both in 
terms of the remuneration system and decisions made by management. Then there needs to 
be training on how to communicate between superiors and subordinates to avoid conflicts 
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and improve interpersonal relationships between them. In addition, to increase the sense of 
support felt by nurses, hospital management needs to pay attention to the job satisfaction of 
nurses by making a clear career path for nurses so that there is self-satisfaction for nurses in 
terms of self-development. The implementation of Good Corporate Governance in hospital 
governance must always be carried out by hospital management in managing hospital 
operations and in making hospital policies. 
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